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INTRODUCTION

on March'eéa. 1974, the Natienal Institute of Educetion (NTE)
| held a werkshop-on "Sex Bias and Sex Fairuess in Career Iuterest In-
ventories." This workshop was the result of events iuitiated by a
Novenber, 1972, Office of Edugation (OE) report entitled'A'Looktet
Women iu‘Education: Issues and Answers .for HEW. Thisvreport cherged
that e particular career interest inventery_was sex biased, but no op-
_erational definition of sex bias was given, the iesues involved were
not discussed in depth. and no solutions were offered.

The OE report stimulated an interest on NIE's part in identifying
.the issues related to sex fairness in interest.measurement. The first
step in doing so was taken in May, 1973, when a preliminary literature
review found that although sex bias can occur in interest measurement
in nunerous ways, there was little agreement on the most effective
ways of dealing with this bias. Obviously, further study was needed.

In July, 1973, Dr. Esther Diamond of Science Research Aeeeciatee
was chosen as NIE's senior consultant to the study on “Sex Bias and
Sex Fairness in Career Interest Inventories."' To assist Dr. Diamond,
professionals from dilfasrent ethnic backgrounds repreeenting the
fields of counseling, psychology, and testing and measurement were

selected to serve as a planning group. Members were:

Herlinda Canc¢ine f . Janice Porter Gump 3

Hayvard University Howard Univereity

Nancy S. Cole Jo Ann Harris (Bowlsbey)

American College mesting Northern Illinois University
Program (now at Western Maryland College)




Mary Ellen Verheyden- - L. Wendell Rivers
Hilliard ~ University of Missouri
National Orqanization

for Women | Carol Tittle
- = ~ City University of New York
Robert L. Linn
University of Illinois Louise Vettex
: . Ohio State University

mowand the end of August, Dn. Diamond, the planning qreup, and |
NIE staff neh to discuss the issuee the study was to address, select
writers for papers un these iesues, and plan for the workehop;. Afte:'
this meeting, papers were commissioned on each of the issues. |

Over tne next few months the senior consnltant, planning gtoup |
"and NIE staff reniewed the commissioned papers and s&ggested Yevisions,
formulated and gradually refined a set of tentative guidelines for de-
termining sex bias and sex fairness in career interest inventories,
developed a listl of werkshop pertieipants, and centinued planning for
the March workshop. NIE staff, assisted by eonferenee contractor |
Lawrence Johnson & Associates, Inc., completed the final plans for the
workshop. |

~ On March 6-8, the worksnep on “Sex Bias and Sex fainnees-in

Career Intereet-Inventoriee“ was held. Workshop participants were

divided into nine task groups. Each group critiqued one of the com~

migssioned bapers (there were two papers on the same issue in two

lihis list included: test publishers and constiuctors; counselor educa-
tors, psychologists, city and state education officials, representa-
tives from education organizations, and governmment personnel. . An ef-
fort was made to invite participants with diverse experiences and
ethnic and socioeconomic backyrounds so that many different viewpoints
would be represented at the workshop.




‘groups) and the tentative guidelineg}for-deﬁermining sex bias and sex
Afairness'in career interest idbentories, and then made recnmmendations
- for furthei'research. During the first two'days of‘the workshop the
participants met within their task groups. Results of their éiécﬁs»
sions weré distributed to other task groups. in the second day ﬁask'
group review éeséibns allowed workshop partiéipants to'jbin diééussions
outside‘theii oﬁn task‘groﬁps. On the last day of thé workshop, all
the partiqipants met togefhef in a plenary sessicn to discuss and re-
vise the}tentativé guidelines. | |

This report of the workshop proceedings atteméts to give ghe
reader the baékground of the workshop, an overview of}the workshop
sessions, and the effects of the gﬁidglines and other materials re-
sulting from the workshop. The seciions on thé Workshop bbjecfi#es
and Issue Papers provide the.backéréund information. fThe sedtions on’
the Task Grbup Recommendations, the Plenary'bekshop Session, and the
Dissemination Discuésion describe actual workings of the sessions.
The Future of the Commissioned Papers and Guidelines and the Evalua-
tion of Workshop by'Pérticipants sections discuss effécts of both the
workshop and the products resulting frﬁh it. Tﬁe Final Set of Guide~-

lines and a List of Workshop Participants complete this raport.




fhe'tentative guidelines for deterﬁining sex bias and sex

fairness in career interest inventories
== to suggest further research or secondaiy analyses

-- to recommend ways to disseminate the results of the study

to discuss the issues laid out in the commiss;oned<papers.

to critique, amend (if necessary), and reach consensus on

i

WORKSHOP OBJECTIVES - ]




ISSUE PAPERS: BACKGROUND

The issues addressed by this study were selected by Dr. Eéther Di~
amond (senior‘consultant éovthe studﬁ), memberé of the planning group
for the study, and stéff members from thg Career Educatign éxogram at
NIE. In choosing these issues; the group éonsidered Ehe many possible
dimensions ofvsex bias in interest measurement.-iror examgle, séx bias
can enter the'devglopment and construction of the inventory} i£ can
enter the interpretive materials uséd by counselor and client; or it
can be injected into the cpunseling Situation; While ekamining thesé
dimensions, the groﬁpfkepf in mind the heterogeﬁeity of women == not
only do women differ from men, they differ from each other in their
backgrounds; culturalvexperiences, and needs. The issues that were
'eventdally seieéted address these dimensions wh;le acknowledging dif-'
ferenc”3 among women. |

After_the issues were.chosen,'papers'weré commissioned for thenm.
The pertinent literature was reviewed éhd analyzed, implications of
different viewpoints were discussed, and recdmmendations for guide~ .
lires were mééé. The papérs were then reviewed by the workshop particf
ipants, who made comments and suggestions for their improvement. |

F0116Wing are the abstractg of the papers that were written on

the issues of sex bias selected for this study.

ey
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SEX BIAS AND COMPUTER-BASED GUIDANCE SYSTEMS

Jo Ann Harris

The ratibnale for tﬁe use of the computer in guidance services is
its Spegific capabilities which can be harnessed to perform guidance
tasks by innovative prdgtamming. Between 25 and 30 computer-based
guidance systems have been developed_in the past decade, of which five
aﬁe currently operational. They are: Computerized Vocational Infor-
mation System (CV1S), Occupational Information Access System'(oiAS),
Education and Career Exploration System (ECES), Interactive Learnihg
System (ILS), and System for Interactive Guidance and Information
(SIGI), The following conclusions are drawn about the present state:
of the art in the use of éomputers in the delivery of'guidance serve~
ices:

‘1) The surviving systems (a) are dire¢t~inquiry systems; (b) are
directed to sécopdary school populations (except SIGI); (¢) are cost
.feaéible: (d) make use of standard terminal eqnipment (excépt ECES) ;
(e) specialize in information retrieval, sorting and synthesis to aid
in career~decision making.

2) ‘They cost $2-12 per student-hour of use.

3) They have enjoyed poéitive evaluation even in prototype
models. |

.4) Although their use is not widespread, interest is increasing.

Computer-based systems aré analyzéd in terms of-the;r'potential
as a sexmfair or sex~biased delivery system, Sex bias or fairness may

be reflected in any of six components of computer-based systems: the
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interacﬁive dialogue, the data files, the coméuter program itself,
interest inventories used on~line or off-line.-accompanying audio=
visual aids, and supporting doéumentation for the system. Criteria
are_proposed for detexrmination of sex bias in each of these six compo-
nents, and each of thé previously described five systems is reviewed
in light of these criteria. Further inferences about sex bias or sex
fairness are drawn from research on existing ccmputermbased systems.
It is possible that existing systems could be modified at a mini-
mal cost to make them entirely free of sex bias, and the priority
order for doing so is suggested. Recommendations are made for mini-
mizing sex bias in the interim between the preseht and the time of
revisions., 1In cpnclusion, the computer can be a delivery éystem for
career guidance with high potential for sex fairness} bﬁt specific
directions and guidelines arevneededlto insure sex faiiness in present

and future systems.




13

A CONSIDERATION OF RACE IN EFFORTS TO END SEX BIAS

l Janice Porter Gump and L. Wendell Rivers

- Ate efforts to decrease sek bias necessary for b;ack women?
Thouéh'the needs of other mindrity women were deemed important, it was
feasible to examine relevant issues only for black women. Discussed
axe: ‘the status of black women; occupational choice; motivation with=
in black women; sex-role attitudes; and technical issueé of invenw-
tories as they relate to minority women.

Though more black than white or Spanish heritage women were mem-
bers of the labb; forée in 1970, they earned less than any.group of
women or men, including Slack men. Nonetheless, their earnings were
mbre crucial to the welfare of their families than were the earnings
of white women: ;n 1969, the median income of black families with
béth husband and wife employed was $7,782, whereas the median incomé
of white families with only one earner was $8,450.

Apparently, black women deéire and expect to combine full time
employment with the traditional roles of wife and mother to a signif-
icantly greater aextent than do whité womeﬁ. Yet, given their hiétory
of and expectatiohs for working, they have engaged in faci in occupa-
tions traditional for women to a greater extent than have their white .

counterparts, Gurin and Katz (1966)1 found high aspiration in black

ldurin, P, and Katz, D. Motivation and Aspiration in the Negro Col-
lege. PFinal report, U, S. Department of Health, Bducation and Welfare,
1966, :
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college women inconsistent with subjects' conception of femininity,
Turner (1972)2-£ound that half her sahple‘of biack_colleée women ac=
tually wanted less work involvement‘than they anticipatéd, while
almost half the white women wanted more; further, though h;gh career
expectations ﬁere related to compefitive and egalitarian parental
child rearing yalues amongst the white women,-fox: the black women ﬁigh
career expectations Qere related to what_appeared'to;be perceptions of .
the expectations and desires of others.

It is suggested, then, that the blaqk woman's expectat;qng for y, )
.employment and actual participation in the labor force reflect not so
much an embracing of the achievement ethic, nor simply economic need,
as much as they réflectvan initially imposed but presently i?corpéu
rated sense of responsibility. It is not so much that thé black woman
has been able to escape the constréints of the traditional feminine
role as that she has had to take on, in addition, aspecés of the tradi-
tional masculine role. In fact, she appears to endorse thé traditional
view of the feminine role tb a larger extent than does the white woman,
believing that a woman's identity derives primariiy from marriage, and
that a woman should be submissive to a man. Thus, she appears at least
as needful of efforts to increase her options as does the majorlty
woman, even though data might be put forth suggesting'that she has
already been "liberated."

zwurner, B. P, ‘"Socialization and Career Orientation Among Hlack and
White Collage Women." Paper presented at the meeting of the American’
Psychological Association, Hawaii, August, 1972,




The consideration of technical issues reveals that there are few
validity data supporting the.use of interest inventories with minority |
women.  There may be a mis~match between the interest structures of
minority women and those possessed by the criterion groups used to val-
 ‘idate the interest scales. The interest inventory may well’be biased
against the minority woman £rom ;he Standpoint of séx‘as well as eth-
nic memberthp. It is sugéested that the use of a moderator variable
for minority groups might enhance the validity of-intérest scales fo:

such populations.
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COSTS OF DEVELOPING INTEREST INVENTORIES
AND IMPLICATIONS FOR CHANGE

~Jo~Ida C. Hansen

In the Preface of Vocational Interests of Men and wOmen.(1943)l,
stroﬁg acknleedged tﬁovmajor financial contributions that subsidized
" his investigation of vocational interests and development of the Stiong
Vocational Interest Blank (SVIB): $18,000 received from the Carnegie
Coréqration in 1935 and $27,400_in grants from the Council of Research
ih the.SOcial Sciences'spread'over a periocd of years;

Thirty years later..the development of a new interest inventéry
has a projected budget of $340,000 and an anticipated time schedule of
three years; interest inventory revisions, which once required as long
as thirtéen years, now are completed in three compéct. intense years.

Interest inventory revisions are as costly as developing new in=-
struments, For either project, funding must include a yearly $75,000
to $80,000 allowance for personnel. Construction of one empirical
scale costs about $2,000 and requires at least four months time. Com«
plete revision of an interest inventory such as the SVIB, which repre-
sents 45 years of data collection and empirical tresearch, costs a mine
imum of $270,000. The publishing expenses above developmental costs
are $115,000, bringing the expended funds to $385,000.

To increase interest inventory research, development an& revie

sion, financial support for researchers must increase. Without oute

lgtrong, B. K.y Jr. Vocational Interests of Men and Women., Stanford
University: Stanford University press, 1943,




gside financial assistance; much interest inventory reseaxch may halt,

and needed revisions of interest inventories may be impossible to ac-

complish.
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THE LEGAL IMPLICA'I‘IONS' OF SEX BIAS IN INTEREST INVENTORIES

Laurine E, Fitzgerald and B. Jeanne Fisher

Employing the doctrine of analogy method, inferences regarding
legal issues of interest testing in edhcation and employment have been -
drawn from similar court decisions, from thg guidelines implémenting
laws, énd from statements re test bias emanating from'national,profes-
sional organizations and measurement specialists.

To the extent that interest inventories suppért sterdtypic sex
and occupational linkages or restrictions, lhese tests are biased.
Disparate scales on sexfdistinct forms of a test, normative procedures
which might predictably produce distinctly different scores on account
of sex, and/or misuse of interest tests in educutional and employment
decision-making are examéles of potential legal issues‘related to in-
terest testing., Sshould a sex-biased.interesﬁ inventory be instrumental
in digcouraging an applicant for educational or gmployment opportunity,
or be used in a negative decision in the case of the applicant because
of differentiating scales or inappropriate sex-biased normative daﬁa.

then it would appear that the gpirit of the law is denied.

The guidelines implementing state and Federal laws have been non-
specific re interest testing, and inferential opinion has hét led to
judicial action. Two iemedies are suggested: 1) revision, with
greater specificity regarding the use of interest tests and the educa=

© tional/employment applicant's stake in thé decision-making process, of
extant gkidelines supporting law, and greater.specificity within

guidelines to be developed to support Title IX of the Education Amends
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ments of 1972; and 2) the development of law related to discrimination

and bias should definitively state the dimensions of concern in oxder

to assure judicial decisions that more closely correspond to the

ggirit of the law.
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REDUCING SEX BIAS -~ FACTORS AFFECTING THE CLIENT'S VIEW
OF THE USE OF CAREER INTEREST INVENTORIES

Janice M..Birk |

Although interest inventories répresent only one form of input-to
the total n*reer counseling process, their usage can be viewed as par~
ticularly significant becéuse.inventory results typicaily suggest the
pccﬁpational areas that are explored in 6ounseling sessiohs;' Research
indicates that the options generated by the inventories include ané
 exclude spécific carger considerations for eithei sex. This éituatioﬁ
defines a complex issqe, however, since many factors interact with in-
- terest invenﬁory results; for example, steieotyped atﬁitudes of the
counselsr and of the client, énd those reflected in inventory manuals
and interpretiVe materials.

Concerned profeésionals havé begun to focus on the issues of |
sexual bias in the career counseling process, so that the problematic
_aspects are becoming'better conceptualized and articulated. From
these discussions varied suggestions have eﬁerged, all of which are
viable and promising. Yet some are more easily operationalized than
‘others. fThe relative lack of difficulty to the task, as well as the
immediacy with which it could be completed, lends cogency tb hiqh
priority efforés for tlie modification of manuals and related interest

inventory materials,
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FACE VALIDITY OF INTEREST MEASURES: SEX ROLE STEREOTYPING
| Mary Faith Tanney

» |
With regard'to overt sex bias, there are no studies which focus

on whether or not gender-linked terms (e.g., "he" or "she") or gender-
linked activities (e.g., flower=-arranging, répairing an automobile
epgine) affect the results of interest inventories. The effect of .
this type of overt sex bias in interest measures therefofe is séecula-
tive; statements_concerning it are often opinionated and contradic-

~ tory.

An evaluation was made of three frequently utilized interest in-

ventories, the Kuder Occupational Interest Survef} the new Strong-

__Campbell Interest Inventory (a 1974 update, or "unisex" version of the

Strong Vocational Interest Blank), and the Self-Directed Search. All

instruments were exumined for the presence of gender dominance in
their activity titles and their overéll construction (édministratqrs‘
guidebook, test~takers' print-out, test-takers' direc:tiohs. etc.). |
Several criticisms were offered regarding thesé three instruments, in-
cluding: |

1) The labeling of occupational groupings with "M" oy “"F" to in-
dicate sex of the nomm group could be interpreted by test~takers as
limiting that occupational grouping to one sex only.

2) ‘The use of an occupational title with the suffix "eman"
. (chairman) could be interpreted by test-takers as referrihg to men

only.
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3) Unreliable scores could result Qhen fema;es respond to an ac~
tivity in which they have no experience but males do, and vice versa,

Although intergst inventories may not necessarily fall ﬁithin the
prescribed definition of "tests," they were also examined according to
the American Psychological Association and the National Vocational
Guidance Association test standards. |

Careful scrutiny of psychological measurement literature revealed
'no empirical data to evaluate the hypothésis ﬁhat the linguistic
structute of items does or does not influence results on career inter~
est.invgntories. COnclpsiéns drawn from other fields (applied socio~
;inguistics, social psychology, clinical psychology) strongly support
the need for the linguistic aspect of inventories to be examined
through a. series of studies. The APA and NVGA guidelines for the con-
struction of tests and for career information materials also support |
the need for such a series of studies in the interest of insuring un-

biased tests.
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EXPANDING OPTIONS FOR THE RE-ENTRY WOMAN:
THE USE OF INTEREST INVENTORIES WITH THE MATURE WOMAN

Mary Ellen Verheyden-Hilliard

Because of the growing number of mature'women re-entering the
labor market and/or the academic world! special consideration of their
needs and concerns is becoming incréasingly important.

Understanding how the mature woman's own cultural set méy affect
her seem}nqu free choice of responses on an interest inventdry, being
aware that the cultural set of the counselor herself or himself may
affect the outcome, and being sensitive to possible sexist language,
items, instructions, and interpretive materials in the inventories
themselves can help counselors deliver even more effective guidance
services.'

‘fthe effects of the socialization process, which limit career ex-
péctations for girls and women, can be offset to some extent by the
counselof who is aware of and uses updated information on questions of
home-career conflict, "appropriaﬁet/work for women, the time agd age -
factors, and what recent studies présent,as the new non~stereotypic
éfofile of the re-entry woman as student, member of the work force,
family member, and achiever.
| Expanded research on the needs of girls and wonen, the develop=
ment of sex~fair guidance/teaching materialg, and sex-fairness pre=
gservice and in-service training for ggidance personnel will be impor=-

tant in helping the majority of the pdpulation-wwives, mothérs, and
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the women who comprise over 40 percent of the work force-~develop and

utilize their full capabilities.

,‘ ’
vat)
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IMPACT OF INTEREST INVENTORIES ON CAREER CHOICE

Nancy S. Cole and Gary R. Hanson

What are interests andrwhy do we measure them? We meaéure inter~
'ests to predict some types of jab satisfactiqn, but theories of what_
interests are tell little about how interests are linked to satisfac-
tion. These issues are imporﬁant in measuring women's interests be-
cause the prominent methodologieé for interest measurement (the simi~-
larity of a petsan to people in an occupational group or the similar-
ity of liked activities to activities required in an occupation) have
possibly severe limitations in predicting job satisfaction for women.

Present data do not tell us how to measure women's interests. In
the interim we are forced to accept one of two working hypotheses:
either (1) the socialization of a woman's past will dominate and limit
her to sétisfaction in the restricted range of careers aéceptable in
the past, or (2) expanded career opportunitiés will dominaté énd waien_
will find satisfaction in a wide range of careers in spite of past so-
cialization. The second hypothesié is leés pctentially.destxuctive,
if wrong, espécially when interest inVeﬁtories ére viewed as a
stimulus to further caréer exploration within a bfoader career guid-
ance précess. |

Interest inventories should be expected to demonstrate, as a kind
of interim validity, that they broaden the exploratory options for

both sexes and that they stimulate exploratory behavior. fThese inter=

im requirements should not, however, replace the mdre basic need for
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research to better understand the relationship of interest to types of

job satisfaction,

fg‘
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THE USE AND EVALUATION OF INTEREST INVENTORIES AND SIMULATIONS

John L, Holland

After reviewing the practical and scientific issues inVolved in
e&aluating the effeéts of interest inventories upon users and the
evidence for their actual.effecﬁs on users, six conclusions are-
reachéd:' |

1. There is no evidence of sex bias in interest‘invenﬁories if

~ an unbiased criterion must be used to make such determinations. So

o

far; charges of sex bias in interest inventories rest on imagined ef~-
fects and wérds assumed to be 6ffensive to women.,

2. Inventories should be evaluated for their "sex fairness"~--do
they'have effects or outcomes for both sexes that are about equal in
numbey and~magnitude, although such effects may differ in kind?

3. We lack cdnsensual'definitions of both sex bias and sex fair-
'ness, although we may be able to get some consensus about sex fair-
_ness.

4. Legal action is unwarranted unless somé clear and compelling
evidence can be presented for general sex bias in.ikterest inVentor;es.
No such evidence now exists. "

5. he distributions of vocational aspiration amony :ien and
women différlbecause men and women have different life histories, not
because interest inventories possess sex biased characteristics.
Changing women's lives will change their scores.

6. 1Inventories are being made more useful by a continuation of

many current trends and activities such as creating more options, ime

DAN
s
A9
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proving auxiliary materials, and studying the real rather thén imag=

ined effects,

]
vie




TECHNICAL ASPECTS: '
PROBLEMS OF SCALE DEVELOPMENT, NORMS, :
ITEM DIFFERENCES BY SEX, AND THE RATE OF CHANGE IN
' OCCUPATIONAL GROUP CHARACTERISTICS

Lenore W. Harmon

Our habit of defining work és masculine’ox feminine has influ-
encéd the techniques of interest measutement to an unwarranted,éxtent.
All of the elements of interest inventory construction =- item selec-
tio;, scale'development, and norming =-- have been affected by the as-
sumption that women.and men p%éx.vastly different occupational roles.
Some inééntories have separate item pools forheach sex. Empirically
developed occupational scales often use only one sex in the criterion
. group, Homoggneous gscales are often normed separately by. sex.

The basic goal of interes£ measurement is to help individuais eié e
blore their interests in comparison with others and.to promote good
life planning. If practices which seem to imply sex bias in‘interest
measurement are not actually.necessary to this goal, then sex bias
does exist in interest inventories. The way to assess whether separ=
ate interest measurement techniques are necessary for each sex is to
test whether the same items, scales, and norms can be used for both
sexes. 'The assumption on which current interest techniques are based
(that vocational behavior is related strongly to gender and that in-
terest neasurement techniques must take ac¢count of tha@ relationship)

is unfounded, if interest measures developed without regard for sex

differences are as effective as those currently in use.
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TECHNICAL ASPECTS:
PROBLEMS OF SCALE DEVELOPMENT, NORMS,
ITEM DIFFERENCES BY SEX, AND THE RATE OF CHANGE
~ IN OCCUPATIONAL GROUP CHARACTERISTICS

Charles Johansson

After nearly a half centur§ of iesearch, the :ollowinq conclu-
siéns seem to be more true than false:

1) When males and females are asked different sets of items for
the same inventory, sex biasing may be assumeémby some without support

_.of any data. N
2) Men do not like to "decorate a room with flowers" as much as
women do. females do ﬁot like to'"t:avel alone" as much as males do.
3) 1If there are separate tests or rebort formsvfor males and
females, use of cross-sex forms may detract £rom Qhe test's validity.
4) Differences between the sexes in item requhses are éstab-'
lished fairly,early in life. By the eighth grade these differences
are apparent. |
| 5) Data show that there was no lessening of male-female item
response differences from the early 1930s through the late 19608. We
don't know whether or not the preceding also is‘applicable from the
late 19608 through the early 1970s. v
6) 1Item response differences munifest themselves during con-
struction of interest scales for the inventory. |
7) Females and males differ in the magnitude of their ineereseg

oh some vocational scales, such as social and realistic. These dif-

ferences may be masked by appropriate statistical techniques before |




the reporting of results, or they may be pointed out by using separate
norms .

8) Masking sex differences in reporting scores may channel more
people into non~-traditional vocations than normally wouid oceur if
these differences were not masked. |

9) Data are not available to indicate what the impac£ will be on .;
people who are‘channeled into seeking empléyment in non~traditional
roles. |

.10) Iﬁterest inventories are only a.small part of the total area
of pdten@ial bfés in employment situations.

In summary, just as there is no single index'ofivalidity, there
is no singlg method for elimihating potential sex biasing ~- some

- methods are more appropriate than others depending upon the inventory.
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TASK GROUP RESEARCH AND ACTION RECOMMENDATIONS

Research on the Inventory

1. Language and_Contenéaof Items. At present, there is no data
showing'that use of the geneﬁic "he" and sex~linked occupational
titles implies that an occupation is'exclusiVely for one sex, thus
placing limitations on career choices. Therefore, the impact of elim-
inating.seg-linked language on male~female response rate differences
was recommended for'study.

« An inﬁestigation needs,fo be madehof the effects of changing the
‘experiential basis of items (e.g., opeiating a sewing machine as
opposed to a power tool) on construct validity.

2. Interaction of Sex Bias with other Forms of Bias. Developers
of interest inventories should take into account not only possible sex
bias, but also its interaction with other factors =~ such as the en-
vironmental, cultural and psychological background of the test-taker.
An investigation needs to be made of the effect on responses of a bi=
lingual test-taker to an interest inventory written in English and de~
veloped with American attitudinal factors. It may be that factors for
cultural correction should be determined for each inventory to prevent
idiomatic interpretation.

Test publishers should actively eﬁlist the aid of minority group
members to assist in the construction of items, selection of norm and
criterion groups, and development of student and ceunselor manualé.

3. Validity. Interest inventories used ih employment decigions

should be validated in a manner that clearly establishes a relation=
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ship between scales and employment roles within the immediate work
setting, Employment decisions must be supported by data that show a
direct relationship between inventory scores and jub performanoe.

It should be determined what faotors, other than or in addition
to interest. are predictors of job satisfaotion -= values, knowledge,
personal styles, job functions and so on. The predictive_abilitg of
aptitude and attitude scores for eventual career choice oompared with.
that of interest inventories should oe studied. Interest patterns of
individuals at different oooupational levels or within different sub~

specialties of oocupational areas should be examined.

oot

4. Effects of Interest Inventories. The effects of interest in=
ventories on career exploration, broadening orf perceived options, and
stimulation of planning should be studied, taking into account possi-
ble nugative effects. ‘

a. Development and Construction. The effects on later -
career behavior of using the same sex norms for both sexes, ver~
sus separate norms forieaoh sex, should be studied, as well as
the effect of combined sex oriterion groups on various types of
validity. Furthermore, the effect of balancing of items accoxd«
irng to sex across scales, andiwithin scales, snohld be inwesti-
gated. There should be Federal funding to develop nonesexistl

interest inventories and related vocational resources/references

for all educational and employment levels. o




b, Classification, The effect on perceived options of clas-

sifying occupations as male or female un the profile sheets should
be assessed.

5. Use of Interest Inventories == Interpretation and Administra-
tiOn . . . :

a. Interpretation. The effectiveness of using computers

rather than counselors for interpreting interest inventories
should be investigated. Additionally, the impact of counselor
attitude and sex on the interpretation of interest inventory

scores should be assessed.

b. ‘Administration. Thg effects of both written and oral in-
structions concerning broadened career opportunities shéuld be
studied, as should the effects of a preadministration érientaﬁion
on long and short range sex differences and responée.rates. -

Research on Career Awareness and Increasing‘Career Options

1. Special Groups. Minorities and re~entering women need spe-

cial attention in studying career Qecision making-and the'barriers re-
lated to it. The problems of various minority groups as they relate
to career choices should be investigated. Little is known about the
factors involved in career choices and opportunities for non=black
minority women; this important area needs to be addressed. Rewenter-
ing women face a different set of barriers in joining the workforce,
But they too need spécial attention in studieé of career awareness,
development and choice.

1]

2. Effects of Socialization. The effects of socialization on

career choices =« such as mother or father identification, nonparental




sex role modeling, and female perceptions of male-peer expectation of
female occupétions -= should be studied,

Professional Training and Responsibilities

1. Courses for Counselors. There.is a need to stimulate train-

ing programs for future counselors in various educational institutions
to deal with the problems'of'interest testiné.- A curricular uniﬁ
which ekam;nes'sex bias in testihg,‘construction, and interpreéation
should be required; Appropriate agenbges'should establish”tfaining
programs to help counselors undg;stahd the needs of women, espé;ially

__— the~re?entering woman, the changing job market, and new federal legis-
lation. |

2. Pre-Service and In-Service Training. Pre-service and in-serv-

ice workshops or confeggnces for gréduate students and administ?ators,
ﬁeachers, ;ounselor-educators, and counselors should be heid to call
attentionzto sex and. ethnic bias in interest measurement and guidance
practices.

3. Legal Constraints. The National Commission on Accreditation
should seriously consider whether colléges and universities could main=-
tain their accreditation if they are in violation of Title IX of
Public Law 92-318. In conjunction with this, employers and institu-
tions should review interest inventories to detexmine tﬁeir compliance
with the law, and stop using those interest inventories that violate
any aspect of the law. |

4.




non-sexist reference materials for administrators and interpreters of

interest inventories so that the arcas of sex bias are noted.
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PLENARY WORKSHOP SESSION

~ On March 8, all t .e workshop participants met to discuss the
. guidelines. The Chairperson, Dr. Esther Diamond, explained that mem-
bers of the planning groué‘had tried at the Mirch 7 evening sgssion to
incorporate suggestions for changes from all nine task groups into a
revised version of the guidelines.

Bach section of this revised version was read by Dr. Diaménd to
the workshep participénts for discussion and, it was hoped, to reach
cohsensus on it. In some cases, COngensus was reached with no discus-

i sion; in others it was reached after some discussion; in.still others,
consensus was not réached at all. Where consensus was not reached,
the ,uideline was referred to the Chairperson and planning group for.
additivnal revision.

Beloww is an item-by-item reviéw ofvthe revised version of the
guidelinés, with the comments of the participants about each section,

and with a notation of whether or not consensus was reached.

NOTE: Each section of the guidelines, as it was read to participants,
appears in a box, with participant comments below.
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Introduction

The attached proposed guidelines are offered as part of

the.NIE Career Education Program's study of the question of

sex bias and sex fairness in interest inventories. During

the development of the guidelines, thé'following_WQrkiﬁg def~

inition of sex bias was used: " o |

\ - Within the context of career guidance, any factor
- that might influence a person to limit -- or might

cause others to limit -~ his or her consideration
of a career solely on the basis of gender.

The definition”;xpresses-the emphasis on e#Landing career
alternatives; the guidelines, by what they require or pre-
clude, represent a more specific definition of -the many as-
_ pects of sex bias ;r, conversely, sex fairness }n_inteigst';_

inventories and all related maﬁeriéls.

The guidelines do not represent legal requirements. .
They é:e intended, howgver; as standards by which users shqulﬁ"
evaluate the sex fairnéss of available inventories anq to

which deVeloﬁers and publishers .should adhere in the inven-

tories and in the technical and interpretive materials that

the APA Standards requires them to produce. It should be
ciegr that there are many essential'requirements for interest
iﬁvéQféiies in adéition'to'the'requitemeﬁts relating“to sSex
fairness. These guidelines do not replace concerns for fair-

ness with other subgroups such as those of different ethnicity

;
d \}




or socioeconomic status. Neither are these guidelines a
substitute for other teqhnical requirements which apply,

such as those of the APA Standards for Educational and Psy~

chological Tests and Manuals, EEOC testing guidelines, or

Title IX regulationé. The guidelines represent supplemen-
tary, additional requirements with respect to Sex'fairness.
It is possible for sex‘bias to entor the career explo-
ration Sr decision process in other ways than in £he mate=~
rials of the interest inventory itself. These guidelines
address directly only the inventory‘éna related services and
materials. HOWeVex. it is clear that all parties involved

in inventory use must accept the spirit of the guidelings if

sex bias is to be eliminated. -

Statement: The Introduction includes general questions applying
to all guidélines, including the corresponding Equal Employment Oppor=

tunity Commission Testing Guidelines, American Psychological Associa-

‘tion's (APA) Standards for Educational and Psychological Tests and
Manuals, and proposed Title IX regulations. (Chairperson)

guespion: Did the various task grdups select particular sections
of the working guidelines to discuss?

Answer: All task groups were given the option to discuss any or
all of the guidelines. fThe guidelines represent a synthesis of recome

mendations for change that came from every task group. (Chairperson)




42

Question: Should the word "might" be deleted from the working:
~ definition of sex bias?

Answer: The approach of the planning group has been to start :
with.a worﬁing definition, rathgr than a hard and fast definition, as
a focal point from which to proceed. It waslrecognized,that there
were problems with this definition, but that any definition would con-

tain some problems.

I. The Inventory Itself

A. The same interest inventory form should be used for
" both males and -females unless it is empirically demon-
strated that separate forms are more effective in min-

imizing sex bias.

B. Scores on all occupations and interest areas covered
by the inventory should be given for both males and
females, with the sex composition of norms for each

scale clearly indicated.

Questio : Why aren't composite norms mentiored?
Answer They are mentioned further on in the quideiiﬁes. '(Chair-

person)

Consensus was reached. -
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C. Insofar as possible, item poéls should tap experiences
and activities which are equally familiar .o both fe-
males and males. In instances where this is not cur~
rently possible, it is essential that, at a minimum,
the number of items that are favored by each sex should
be balanced. Further, it is desirable that the balance
of items favored by each sex be achieved within indi-

vidual scales.

Statement: There is a court case which uses these terms, “Inter~
est instruments utilizing a single or dual inventory format should be-
noxrmed on the basis of populations thch are comparable to the en~
vironmental, cultural and psychological background of the test=
taker . . . . " |

_ /

Response: ‘The court ruling applies to tests used for selection,
as opposed to career education or guidance. (Chairperson)

Question: ‘“Desirable" in compafiscn to what? 95% female and 5%
male? or all items equally sex balanced? What is more important -
to achieve gsex balante or to provide uséfui information?

Answer: “C" is a massive compromise, and the second sentence ex-
presses desirable goals., (Planning dGroup Member)

Statement: They are not desirable goals; an item should not be

written to discourage either sex. There is an assumption here that

certain experiences are clearly masculine or feminine; this doesn't

A g

I T . s
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account for the overlap of experiences or activities betwegn sexes.
Having a balance does nqt necessarily'mean a 50«50 split. (Parxtici=~
pant)

Stétement: This is the point -~ there are no identical responég

:, rates. (Planning Group Member) | |

Statemen£= A tést~taker'§-expe;ience affects how questions look
to him or her."The;e is inequity to women inlscores'based on male {
normé, and vice vérsa. The questidn is, what are yéu trying to get?
-- which is proﬁably a questi'on of the desirability of a 50-50 balan;:e

| within the scale. ﬁP;anning Gréup'Member)' - |

Statement: The following phrase could be appended to the last
sehtence: "within the limitations imposed by validity considerations."

~ (Participant)

Question: Would the appenaed phrase be okay?

Answer: No. Additional research ig needed.

Question:. How will the problem be tackled? As an ekample. take
an occupation which is practically 100% men, with 25 women employed in
the entire occupatidn. Yod would have to move to individual tasks
rather than occupations for keying., It seéms clear it would not hold
up with 50% of the telephone lineWorker"jobs held by women and 50% by
men:. The ulﬁimate consideration should be in terms of what people ine

trinsically desire. (Participant)

tatement: After the Strong vécational Interest Blank "farmer"

item was changed to read, "Do you like to raise flowers and vege~




tables?", lOO%lof the farmers still answered'"yes," but the proportion
of women answering "yes" was iaised by 20%., (Participant)

Question: What happens when one inventory produces scales (not
sex~linked) and another inventory produce% imbalance? Can imbalance
always be supported by data? Are the typés of validity related to
balanced scales?

Answer: This area should be studied, We are talking about life-
styles and other factors that go into ways Women respond to tests. I.

support the recommendation for research. (Participant)

It was decided to retain the guidelines as amended for validity
consideration, and transfer concerns and recommendations for further

research.

D. Occupational titles used in the inventory should be
presented in gender-neutral terms (e«g., letter car-
rier instead of mailman) or both male and female-

titles. should be preSenteg (e.g., actor/actress).

Consensus was reached.

E. Use of che generic "he" or "she'" should be eliminated

throughout the inventory.
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Consensus was reached.

II. Technical Information

A. Technical materials proviaed by the publishér should

.describe the manner in which these guidelines have been

met in the inventory and supporting materials.

Statement: After the words "manner in" in line two, add "gnd ex-

tent to."

Consensus was reached.

B. The technical information should provide the rationale
for either separate scales by sex or combined-sex
scales (é.g;, critical differenges in male~female re~
sponse rates that affect the validity of the scales
vs, similarity of response rates that would justify
combining data from males and females into a single

scale).

Questiont: 1In the first sentence, is "should establish" prefer-
~able to "should provide"?
Answer: ‘“Describe" is a better word, as "establish" implies jus~

tification. (Chairperson)




47

Discussion followed, with the final decision to leave the wording

as it stood.

C. The sex composition of the criterion and norm groups
should be included in the descriptions of these groups.
Furthermore, reporting of scores for one sex on scales
normed or constructed on data from the other sex should

be justified by validity data.

Question: Should "ethnic" be added to the first sentence?

A discussion on this guideline followed. Someone commented that
"o" contradicts "I~B." fThe point was made that validity does not ﬁave
to be established for each and every scale, but that a pattern of
validity for the inventory ag a whole must be shown to justify doing

it. 'The suggested alternative to reword the last sentence to say

. "supported by validity data" instead of "justified by validity data"

was discussed, but was not resolved.

Question: Isn't this guideline iﬁpossible to deal with, since it
seens t§ contradict oéher parts of the guidelines?

Angwer: It seems to be an aréa where further research is needed.
(Chaiéperson)

Statement: Information on the effects of sex stereotyping in

interest inventories should be ine¢luded. 1f you can't justify report=

ho
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ing scores for one sex on scales normed or constructed on data from

the other sex, then you're reporting "garbage."

There was support and disagreement from ﬁhe floor on this latter
point. Once égain it was pointed out that "C" contradicts "I-B," '
This Qas followed by more discussion and disagreement. It was sug~
gested that gdditional work be done on possible rewording. It was -
also suégested thét thg guidelines start with thevinpefp;étide section.
Following discussion on éﬁié point, iﬁ was suggested khat the final

wording should be up to the planning group.

Question: Should the interpretive section precede the technical?
Also, is it necessary that the same order be followed for all audi~
ences? (Chairperson)

Answer: Order doesn't matter; substance is what cpunts.

General comments were made that some participants felt "confused"
and "bamboozled," and others expressed a need to look more closely at

this pOint .

Statement: ‘Techniaians should try to make possiblé what can be
made possible, or is desirable, rather than insisting it cannot be
done. ‘They should become more aware of the "real world" before doing

research.

A workshop participant, who was also a facilitator for a task
group, was asked to work on a way to resolve the confi. st in the ra-

wording of this guideline.




D. Criterion groups, norms, and other relevant data (e.g.,
validitf, reliability, item response rates, etc.) should
be examined at least every five years to deﬁermine the
need for updating. New data may be required as occupa-
tions éhange or as the characteristics of persons entex~-
ing occupations change. Test manuals should clearly
label the date of data collection for criterion or nom

groups for each occupation.

Question: Instead of the word "examined," why net u#e the word
"sampled"?

Answer: The original word was "revised," but was changed to "ex-
amined" to soften it. (Planning Group Member)

‘Questionz Since we are now in a period of rapid change, shéuldn't
data be looked at more often than every five years as suggested in the

guidelines?

After discussion, consensus was reached on "D." i

E. = Steps should be taken to investigate the validity of
interest inventories for minority groups (differenti-

ated by sex), at least in selected‘occupations for

which gufficient data exists. Where differences bew
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tween the majority and variows minorities are

found, sepérate interpretive procedures and materials
should be proviaed. 'Should'differéncés not be found,
pubiishers need to clearly indicate that comparative

studies were made and no differences were obhtained.

Statement: This should‘be inclhded in thé interpretive mate- i
rials.

Statemgnt: This might be included in the Introduction also.
(Chairperson)

Statement: The phrase at the end of the_firsﬁ'sentence, "for
which suffiqieht data exist," appears to be a loophole.

dtatement: That entire phrase, "at least in s;lected occupations

for which sufficient data exist," should be deleted.

More support and disagreement came from the floor on this sugges-
tion, after which the Chairperson said she thought participants were
in agreement to delete the rest. of the sentence after " . . . differ-

entiated by sex . . . . "

Question: Regarding the last sertence, what differences, if

found, should be reported? or if not found, reported?




Discussion followed, and consensus was reached to move sentence
2 to the Interpretive section, appropriately reworded. Sentence 3

will read, "If no differences are found . . . . "

F. Inlthe event that it is empirically demonstrated that
separate inventory forms are mofe effective in mini-
mizing sex bias, the same vocational scales, clustér-
ings, and occupational choices should be provided for

each sex.

Statement: The sentence should read "Unless it is empirically
demonstrated . . . " rather than "In the event that it is empirically
demonstrated . . . . " Also the phrase "vocational dimensions" is

preferable to "vocational scales, clusterings, etc."

Consensus was reached, after resolving to have the planning group look

at this later.

III. Interpretive Information

A, 1Interpretive materials for test users and respondents
(manuals, profiles, leaflets, etc.) should explain how
to interpret scores resulting from separate or combined

male and female nom or criterionh ¢roups.
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Consensus was reached.

B, Interpetive materials for interest inventory scores
should discuss the influences on women and men of fac-
tors such.as early socialization, tréditional sex~role
expectétions of society, ﬁbme versus career cénflictw
and also unique experiences women may have as members

of ethnic or souial class groups.

Consensus was reached, after a minimal discussion on the syntax of the

sentence,

C. Manuals should recommend that the inventory be dccom~
panied by orientation dealing with possible iﬁfluences
of factors in "B" above on men's and women's scoves.
Such orientation should encoufaqe réspondents to exam=
ine stereotypic “sets" toward activities and occupa-
tions and shoula help rQSpondents to see that there is
no activity or occupation that is exclusively male or

female.

Consensus was reached,
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D. Interpretive materials for inventories that use hombge-
neous scales, such as sciences and mathematics, should
encourage both sexes to look at all career and educa~
tional options, not just those traditioﬁally associated
with their sex group, within the broad areas in which

they score high.

Statement: Line two should be changed to read "such as health

and mechanical careexrs, should encourage both sexes to . e oW

Consensus was reached, after this change was made.

E. Occupational titles used in the interpretive materials
Iand/in the interpretation session should be stated in
gender-neutral terms (e.g., letter carrier instead of
mailman) or both male and female titles should be pre-

' gented (e.g., actor/actress).

Consensus was reached.




F.

The written discussiéns in the interpretive materials
(as well as all inventory text) should be stéted in a
way which overcomes the impression presently embedded
in the English lanéuage that (a) people in general are
of the.male gender, and (b) certain social roles are |
autcmaticaily sex-linked. For specific writing guide-

lines see Birk, et al., A Content Analysis of Sexual

Bias in Commohly Used Psychology Textbooks. and Scott,

Foresman and Company, Guidelines for Improving the

Image of Women in Textbooks.

Consensus

was reached.

G.

The user's manual (a) should acknowledge that, given
éompafable qualifications, all jobs are appropriate

for ﬁersons of either sex, and (b) should attempt to
dispel myths about women and men.in the world of work
that are based on sex-role stereotypes. Furthermore,
care should be taken to avoid reinforcing ethnic |

stereotypes az well.

RV
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Statement: Manuals should not include indications that a job is

better for one sex than another.

§ Consensus was reached, after agreement that minor changes will be made

by planning group members.

H. The user's manual should address possible user biases
in regard to sex roles, and their possib1e interaction
with age, ethnic group, and sccial'class, and should
caution against transmitting these biases to ‘the re-

spondent or reinforcing the respondent's own biases.

Consensus was reached.

I. Interpretive materials for respondent and user should
encourage exploratory experiences in areas where inter=-

Y ests have not had a chance to develop.

« Consensus was reached.

".
Ay 'x
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J. Interpretive materials fer inventories used with re-~
_entry persons, those who are changing careers,‘and
those entering po»t-retlrement careers should give
special attention to xntexpretatmon of thelr scores, in
terms of the effects of many yvears of stereetyping and
home-career conflicts and the options such.individuéLs
might explore on the basis of current goals as wellvas
past experiences and acti#ities. Also, consideration
should be given to interpretation in.ligh£ offtheunprhs

on which the scores are based,

Consensus was reached, efter agreement that it would be edited for

ciarification.

(4

K. Case etudies and examples presented in the interpreti@ev
materials should represent the concerns of men and
.women equally and should include but not be limited to
examples of each in a var;ety of non~stereotypic roles.
'Case studies of mature men and women and of men and
women in different social elags and ethnic groups

- should also be included where possible.

w )
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Statement: The last two words, "where possible," provide a loop-

hole and should read, "wheie applicable," (Participant)

There was general discussion as to the entire second sentence.
It was suggested that the words "and examples" be added after "case

,gstud;es."

EE

Consensus was reached, after discussion.

L. Both the ueer's manualvand.the respondent's maﬁerials
should make it clear tﬁat interest inventory scores:
.piovide only ohelkind of helpfuleinformation, and_that
this information should elways be consideredvtegether
with other rele?ant‘ihformatieﬁ‘-e skiils, hobbies, in-

fluences, and fhe like =~ in making any career decision. -

Question: Does this guideline imply that other kinds of tests,
such as personality tests, etc., should be considered? Clearer exame

ples should be used.

Much discussion followed as to what was meant by "respondent's

materials." “ReSpohdent“ was defined as the test-taker.

Statement: In the last line of "L," change "and the like" to
"and other evaluative proeedures.“

Statements Change it to "other test scores."
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Consensus was reached on the latter suggestion.

GENERAL DISCUSSION

Following this analysis of each guideline, there was a general

discussion on various points raised.

Legal Issues

A plahning group member, Speéking for task group 4, said that they
.stronglyjfelt that recommendations set forth in their summary were all-
encompassing, and that the guidelines should deal with these recommené
dations., Another participant suggested that if there were a court case

using the present guidelines, the publisher would win.

, Caveat in Interpretive Materials -
Another participant, in regard to interpretive materials, asked
. whether there was, or should be, a statement that for certain samples

and groupé a particular test should not be given.

Responsibility for Meeting Guidelines

Other discﬁssion'centered on who is respbnsiﬁle for meeting the
guidelines., It was suggested that anyone who develops interpretive
materia;é should be'resbonsible for meeting the.guidelines. Thé guide~
lines are currently directed to publishers: the first.page specifies
"developers and publishers." It was requested thét a ciafifying state~
ﬁent be'added hege by the planning group. lThe guidelines should apply

to any materials, incluqinq,advertising and illustrative. 1t is nec-
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essary to pinpoint reference groups -~ not only educational insfitu~
tions, buy also industries, social agencies and employﬁent counselors.
Several groups are listed, but listing leaves out "in any situation,"
or “in all'séttings," or "all othef users,"'for example., It might be
beneficial to give a few specific examples and an all-inclusive
phrase, calling attention, however, to the fact that relevant test in-
formation materials may be ﬁseful. _This informatiop might also be.

limited or biased.’

Evaluation and Uses of Interest Inventories

The issue Qas raised as to whether there was enough information
contained in the guidelines to evaluate interest inventories on the
market today. The different uses for inventories, including how best

_to serve the re-entering woman, were also discussed.

Minoritv Group Representation'

A participant stated that he believed minority group representa-
tives should be actively sought to help in the development and con~
gtruction of intérest inventories; something, he felt, had not been

done in the past.

Research on Sex Bias Beyond Interest Inventories

A participant asked if NIE planned to explore other areas where
sex bias ocourred. She expressed the peed to examine a large variety
of factors that affect the career decision—making and attainment proe

‘cess for men and women, particularly from minority droups.
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An NIE spokeswoman explained'that NIE was concerned with equality
of educational opportuhity and the problem of occupational attéinment,.
and that NIE would welcome suggestions in these areas as well as suge
gestions for improving career interest inventories. She said that one
study.ﬁlanned by.NIE would examiﬁe barriers to minority women in the
labor market and within education. ‘ |

Another NIE spokgswoman said she would wérk with Qhelﬂuman Rights
}Office'to orgahize NIE-funded research by issue, such;as minérity

group career decision-making and attainment, and sex bias in the edu~

cational process.

Y
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DISSEMINATION DISCUSSION

nation: Where Do We Start?

Dr. David Hampson of the National Institute of Education outlined
a series of possible models for inforﬁation/knowledge transfer tha£
could be qonsidered for disseminating the findings'of the study.

He ﬁoted that a major quéstion to be considered was to what de-
gfee the dissemination activity wiéhed to avail itself of "in place"
or "existing" channels of mass media or interpersonal linkages, versus
developing, or setting'up, new channels. Examples of diffusion and
 extension models offknowledge transfer were offered. Diffusion models
are essentially gescriptive; they describe a natural pro;ess and sum-
marize the interplay between mass mediq and inﬁerpersonal effects.
They can be héléful in providing insights as to what "existing" dissem~
-ination channels we might wish to use, and in what mix; -Extenéion
models, while they may be congruent with natural processes, can also
cut across the natural process to alter roles played by egistinq chan-

nels, to intexvene, or to be prescriptive.

. . In summariziné the descriptive diffusion models, Dr. Hampson
looked at the mass communication research model, the diffusion model,

the group change model, the decision-making model, and the linkage

model. 1In the préscriptive extension area he looked at the technology
transfer model,.the agricultural ektension model, the trainer/change
agenﬁ model, the organizer model, and the.prophet model. He nﬁted.

nine questions to be éxamined in making decigions about disgemination,

ineluding:

;'.'}\J




62

1. What will the finished product look like?

2. What are the cbjectives of the dissemination effort -- adop-
tion or merely awareness? Blanket or target objectives?' Should there
be a particular focus for specific éhanée?

3. To whom should the guidelines be disseminated? Potential
audiences include test publishers and authors, counselors, educators,
school administrators and teachers, parents, students, professional
associations. Are there others?

4. How should the guidelines be disseminated?  Possibilities in-
" clude print, shch as professidnal and popular journals and newsiéﬁters;
films, slides and cassettes; wo;kshdps, confe;ences and conventions
for opinion leaders (APGA, APA and NVGA{: ERIC system; personai con=
tact on state and local level; teacher tfaining institutioné; mail;
television and radio.

5. Should there be different formats and objectives foy differ-
ent audiences? Would interpersonal .channels or mass media channels
provide a broader diséemination process? H |

6. Should there be a wide spectrum of different apéroaches?
Which non-Federal groups should play a role in disseminatién and utili~
zation: publishers, states, business sectors, clearinghouse and infor-
métion centers, professional associations, education labs and centers,
hiéher education institutions?

7. Are there blanket objeétivés to raise sensitivity? What is
the most effective blend of existing channels? |

8. What blend of prescriptive models is planned?
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9, Most importadtly, how does one assess impact?

" After the speech, the workshop participants met in three groups,
chaired by John Coulson, Mildred Thorne and Dr. Hampson.' In eéch
group discussions concerned products to result from the workshop,
audiences to reach, channels and formaﬁs to be used, and recommenda-

tions to be made to NIE. Below is a brief summaxry of each area.

Products =-- A book of_readings containing all papers resulting £rom
the workshop; a report of the workshop proceedings; the guidelines

themselves.

Audiences =- othgr Federal agencies; educational institutions, includ~-
ing'both the public scﬁool system and the higher educ;tion syétem; the
privaté éector, including publiéhers, employment counselors, psycho= |
logical and professional services, personnel managers, and affirmative

action officers.

~ Channels -~ Educational leaders and decision makers; workshop members;
clearinghouses (such as ERIC); professibnal journals; magazines, news

releases to women's groups; public.teleVision.

Formats =~ Presentations at conferences; traveling unit demonstrating
guidelines aimed at students; role-playing for counselors illustrating
guidelines; xeading of conference results into Congréssional Record;

in-service training.




1.
2,

3.

'40

6.

7.

8.

9.

Recommendations

Incorporate task group recommendations into the workshop report.
Summarize the findings of thé workshop and disseminate to educa=-
tional administrators, researchers énd professional groups, as
well as paﬁticipants.‘ |
Request feedback from all who receive the guidelines, the reﬁort
and the book. |

Submit a copy of the wbrkshop report to the Office of the Coun-

'selor to the President on Women's Issues.

Become more involved with counselor educators through training
programs and seminars.
Sponsor a workshop of national women's groups to relay the infor-

mation from the study to the grassroots level.

:Use a multilevel approach to dissgmination, as suggested above.

Encourage individuals to question policies and proceduies regard=
ing sex bias.

Enforce the guidelines.

Y
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FUTURE OF COMMISSIONED PAPERS AND GUIDELINES

Commissioned Papers

fhe authors of the commissioned papers maae revisions, when ap-
propriate, after the workshop discussions, The papers, with the quide-}
‘lines, wili be printed by the Government Printing Office in a volume

entitled Issues of Sex Bias and Sex Fairness in Career Interest Meas-

urement, with Esther Diamond, Senior consultant to the study, as the
editor. The volume will be ready for general distribution by approxi-
mately Marxch, 1975. }It'will be placed in the ERIC“CIearinghouse, and'
can beordereé froﬁ NIE.

In addition to thé above dissemination, the commissioned papers

have already been sent to researchers and practitioners who requested

thenm.

Guidelines

Their History. fThe present guidelines went through an extensive

reV1ew and revigion process before they were presented in their flnal
form. The first draft was prepared by Dr. Dlamond and submitted to
the planning group at a January 15-16 meeting for review and discus-
sion., After that meeting, Dr. Diamdnd revised the guidelines, incor-
porating the suggestions of the planning group members. ‘These revised,
tentative guidelines were then sent to the planning group on January
25, 1974, for additional review and critique. After receiving the re—'
sults of thig second review process, Dr. biamond redrafted the tenta-

tive guidelines. fThese guidelines were the ohes discussed by the work-
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shop participants at the March 6-8 meeting. Afﬁer the workshop, two
weeks were allowed for participants to make additional suggestions fér
change or clarification. The points cpvered during the workshop dis=
cussion and others raised by some workshop participants during the
- post-workshop two-week period were synthesized by Dr. Diamond, whq-
prepared anramended set of guiaeiines. The amended guidelineé were
sent to all workshop participants on April 10 for final comment, and
for approval or disapprcval, witﬁ a. deadline date of April 29 for a
iesponse. |

Dr. Diamond then reviewed this second’round oflcommengs and sgé—
gestions. When appropriate, they were incd?porated into the final ver=:
sion of the guidelines, which then went throﬁgh a last review by the .
planning group. Every planning group mémber gave endorsement ;o these
final guidelihes.

Their Future. We are pleased that various professional ofganiza—v

tions have expressed an interegt in the guidelinés. Dr. Norman Eein~
‘géld,‘President—Elecf of the American Persunnei and Guidance Associas
_tion} has written that he will brihg the guidelines to the‘attention'
of the APGA Board of Directors. Dr. Robe:£ Clayton. Regional Diractor
for the American Coilege Testing brogram, has asked NIE s%aff to éar—
Eicipate in a program he is recommending on sex bias and testing for
fhe conference of the Southern AéSOCiatiOn of Counselor Educaﬁcrs and
SuperviSurs. The guideliﬁes were on the May agenda of the Ame;ican
Psychological Association's Committee on Psychological Tests and Asses=

ments. Recently the Seattle Executive Board of the Federation of




67

Teachers passed resolutions calling for American Federation of Teacher
endorsement of the guidelines.

The guidelines will also appeaf in the ERIC system, in addition

to being published in the volume entitled Issues of Sex Bias and Sex

FPairness in Career Interest Measurement.

Because articles on the guidelines have éppeéred in newsletters
of professional organizations, we have received and responded to hun-
dreds of requests for the guidelines from researchers and practition-

exs throughout the country.
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EVALUATION OF WORKSHOP BY PARTICIPANTS

~The purpose of evaluation was to ascertain strengths and weak-

nesses of the strucﬁure and content of the workshop. It was réascned
that the workshop participants wbula be in the best position ﬁc judée
the success of the wbrkshop. Wi th tﬁe_participants; he;p in filling
out‘an evaluation questionnaire, NIE was able to determine what was
ddn; well -- and what was not done well.

The evaluation questions required either a Yes or No answer or a
ranking on a five point scale; wiﬁh 1 béing the highest'possible rank
and 5 the lqwestQ Some space was also allowed for comments.

Below is the analysis of the participants' evaluation.

Were the objectives of the workshop made clear to you in the corre-

spondence, packet cf‘materials, and the workshop as a whole? .
No response Yes = No
Absolute frequency 2 35 4
Relative freéquency (%) 89.7 10.3
N=41 . '

Generally, the participants agreed that the objectives were clear
to them, Several who felt the objectives were not clear indi-
cated that they may not have had all the materials other partici=-
pants had. One participant stated that while some groups primar-
- ily worked on their position papers and others on the guidelines,
both approaches were effective in carrying out the objectives.
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Do you feel you were assigned to the appropriate task group?

. No_response Yes ‘No
Absolute frequency 1 37 3

Relative frequency (%) - 92.5 7.5
N=41 ' ,

Most participants felt they had been assigned to an appropriate
group. Many of them also felt that, because of their interest
and expertise, assignment to one of the othear groups would also
have been appropriate.

How would you rate the importahce of your tésk'group issue?

. (High) C (Low)
No response . 1 2 3 4 5
Absolute frequency 1 29 7 2 2
Relative frequency (%) 72.% 17.5 5.0 5.0

=41

How productive did you f£ind the discussion, in terms of the workshop
objectives?

(High) | (Low)
'No_response 1 2 3 4 5
Absolute frequency 20 11 9 1
Relative frequency (%) - . . 48,8 26.8 22.0 2.4
N=41

aAbout a third of the participants making written comments on this
question felt their discussions were productive. Another third
indicated the discussions were productive, but not in relation to
the time spent, or that with more time, the discussions could
have been more productive. The remaining responses did not di-

. rectly relate to productxvxty, but rather to problems in the dis-
éuSSLOnS N

)
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Which task group review session(s) did you attend? (Some participants’
attended no sessions, some attended one, and others attended two ses-
..SiOnS.) : .

Mask Group # ‘ 1 2 3 .4 5
Absolute frﬁguency | - 2 4 3 9 6
Téélg Group # 6 -2 8 8
Absolute frequency | 4 7 . 15. 10

How productive did you find the task group review sessions , in terms .
of . the workshop objectives? ‘

(High) . (Low)
No response 1 2 -3 4 5
Absolute frequency : 11 - 14 17 13. 2

Relative frequency (%) 19.3 24.6 29.8 22.8 . 3.5
N=57 -

The responses to this question varied with which sessions the
participant attended. Responses ranged from "We could have:
skipped this step without much loss" to "an excellent session,"
and from "little or no discussion" to "discussion too bruud."
Several participants indicated their sessions were dominated by a
few people, and little effort was made to encourage input from
others. Others indicated "considerable discussion" and 'much
group participation and contribution."

How productive did you feel the dissemipation discussion was, in tetms
of the workshop objectives? )

(High)  (Low)

No_ response 1 2 3 4 5
‘Absolute frequency b 3 4 10 .9 8

Relative'frequency (%) 8.8 11.8 29.4 2605w 2305
N=41 ' : B

the participants responding to this question were, by and large,
dissatisfied. General reactions were: "too abstract," "poor
leadership," "unclear development,;" “lack of sufficient time,"
"difficult reaching consensus," "maybe unnecessary," "too lim-
ited," "vested interests (publishers) seemed to control flow of
 ideas." fhere were some exceptions to the general negative tone,

b
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including: "I was_impreésed with the leader," "some good suggesw
tiong," and "sgession seemed highly productive in texms of explor-
“ing issues." - .

'Was there adequate time for participant reaction and discussion in
- each of the sessions you attended?

4/
,
{

- | | No response  Yes | No
| Absolute frequency 1 36 4
Relative frequency (%) - 920.0 10.9

N=41

In general, participants‘agreed that enough time was allowed for
discussion although some felt "people still wanted to talk" after
the sessions ended. Several participants suggested too much time
was allotted, and one suggested time was a problem because people
wanted to discuss their own particular passions. One respondent
indicated, "There may not have been sufficient time to exhaust
each topic, but all of the time that humans could’ productively
use was appreciated."

How would you evaluate.th§.9tructure of the workshop as a whole?

(High) (Low)

No_response 1 2 3 4 5
" absolute frequency ‘1 , 15 20 4 1

Relative frequency (%) : 37.5 50.0 10.0 . 245
N=41 } o .

Most participants felt that as a whole, the structure was good.
Dissatisfaction was expressed concerning discussion of dissenting
viewpoints, with some participants feeling too much time was de=~
voted to it, and an equal number feeling too little was.

Did you feel that the structure of the task group sessions contributed
to productive discussions, in teims of the objectiVes of the workshOp?_

No response Yes No
Absolute frequancy - 3 37 1
Relative fretuency (%) - - 97.4 2.6

N=41

Most respondents felt they were productive, with an even division

of opinion as to whether too much or too little time was devoted
to them,




bid you feel that the structure of the review sessions contributed to
productive discussions, in terms of the objectives of the workshop?

NG reéﬁonse - Yes gg
" absolute frequency | | 1 28 12

‘Relative frequency (%) , _ 70.0 30.0
N=41 ' _—

Generally, the participants who made written comments (as opposed
to those simply answering Yes or No) felt they were not so pro-~
ductive. One participant felt the productivity varied with the
group. Another felt the segsions were "necessary for consensus,
but got into haggles over picky points of wording."

Did you feel that the larqe group session on Day 3 was worthwhile, in
texms of the objectives of the workshop?

No response  Yes -No -

Absolute frequency 13 25 3
Relative frequency (%) : - . 89.3 10.7
=41 '

Half of the respondents who made written comments (as opposed to

those simply answering Yes or No) felt it was Worthwhile, and
half felt it was not. ‘

How would you rate the potential effectiveness of the workshop, in
tems of its objectives? .

(High) (Low)
No response 1 2 3 4 5
- Absolute frequency 5 . 8 19 8 1

Relative frequency (%) ' , 22,2 52.8 22.2 2.8
- N=41 : :

In terms of the workshop's objectives, most participants felt it
~had potential effectiveness. How much effectiveness seemed to
depend on exposure, dissemination, and future funditig of research.
. One participant commented that, while the workshop met its goals
" as far as interest inventories a¥e concerned, they are such a
small part of the total problem that the participant wondered
just how much effect it could have. This was reflected by other

responses indicating that interest inventories are only the tip
of the iceberyg in gex-fair career counseling. Other participants
felt short term effectiveness might be high, but were uncertain .
about long term effectiveness,
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. Did you feel that the workshop atmosphere was objective and stimulated
open discusaion of the issues? '

(High) (Low)
No response 1 2 3 4 5
Absolute frequency 3 .22 120 2 1 1
Relative frequency (%) _ 57.9 31.6 5.3 2.6 2.6
=41 o

Most of the respondents to this mestion felt the atmosphere was
good and stimulated open discussion, although "it strayed away

from cbjectivity now and then." Several participants indicated
that it depended upon the group, with some being "high" and oth~-
ers "low." One participant commented "There was a feeling of '
'sexual vigilantism' in the air . . . but it improved somewhat"

as the workshop progressed.

Please list any additionai comments or recommendations you think might
. help us meet our objectives., (The following are examples of the rec=

ommendations to NIE.)

° Hold a follow=-up wbrkshop of selected persons to write the
materials to be disseminated. Identify the publics for whom

- the materials are to be presented and then select persons to

" get together for a few days to write.

° I would like to see a follow=-up workshop or another mini-con-
ference after the materials are disseminated.

© ytilize the recommendations as well as the'guidelines.

° Have designated process observers limit domination of discus=
sion by one individual. Have a workshop which focuses on
other more major aspects of women's career planning, e.g.,
changing career and family patterns for men and women. Try to

- get a better balance between technical and practical aspects
of the topic. 1In spite of a narrow focus, the conference was
useful and stimulating. Issue papers and guidelines should be
widely disseminated to people in key policy-making and user
positions, e.yg., teacher and counselor educators, state de-
partnents of education, guidance units, personnel managers and

. business executives, and professional educator associations.

° It might help another time to give more information in advance
on realism in recommendations. For example, NIE's budget is
not enoxmous. Career education is ohe of several priorities,
and career interest inventories are just a part of the career
education research and developnent work, so NIE can't spend




all its money in .the interest inventory field.. In &dddition,
there are some areas in which NIE does not work itself but it "
~ doas refer views and recommendations to appropriate Federal :

and nongovernmental agencies. When a group fails to address

some of its recommendations properly, it may tend to discredit

what otherwise is a fine recommendatxon. A

¢ provide follow-up on additional sessions geared to subgroups
(ethnic women groups). Hold a pre~workshop to review psycho- -
metric concepts to ease what I perceived as some defensiveness
on the part of the "non-technicians," in addition to a pre-
workshop session to inform the technicians on the skills,
needs, and demands of the non-technicians. Have training for
the group facilitators on facilitator skills via an NTL train-
ing system, etc. Perhaps a little consultation might have been
hired? Provide follow-up reports of what is being attempted/

. accomplished within the research areas (among others) outl;ned

as necessary £xom the task group.

® I suggest a conference on our task group questions. - We never
did.get to the problems of employment counselors (crucial to .
our topic), nor did we touch much on the differentiation be-
tween groups of women in this topic area, i.e., problems

. unique to mature women: 1) the entry into the workforce for

the first time; 2) the re-entry with work experience; 3) the
entry because of crisis == divorced, widowed, and/or over-50
groups; 4) career change. ’

¢ "I hope the comments presented by the workshop participants
will stimulate research to validate some of the blanket assump-
tions made in the preliminary set of guidelines. The monies
spent on the workshop could have covered the costs of develop-
ing a new inventory that would have been free of sex bias,
whether real or imaginary =~ but it's always easier to talk
about something than to do research.

o our efforts will go down the drain if we cannot massively dis-
seminate the outcomes. Also, sone effort needs to be directed
toward making the guidelines compulsory rather than suggested.

o rnhe participants were far too heterogeneous in background.

' Interest inventories are intended to replace beliefls about
"good" careers with information based on research f£indings: to
invite persons who have social action in mind, and who do not
know the research findings, makes lucid inteychange unlikely.
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GUIDELINES EA‘“.OR.ASSESSMEN'I? OF SEX BIAS
AND SEX FAIRNESS IN CAREER INTEREST INVENTORIES .

The attached guidelines ﬁave been developéd as part of the
National Institute of Education (NIE) Career Education Program's study
of sex bias énd sex féirness in career interest inventories. They
were developed by the NIE Career Education Staff aﬁd'a.senior consult-
ant and nine-member planning group of experts in the fields of measure-

ment and guidance, appointed by NIE. The draft guidelines were dis=-

‘cussed in a broadly representative three-day workshop sponsored by NIE

in Washington, D. C.,in March 1974. Through successive revised drafts,
culminating in this edition of guidelines, the diverse concerns of in-

ventofy users, respondents, authors, and publishers were taken into-

~ consideration and resolved as far as possible.

During the development of the guidelines, the following working
definition of sex bias was used:

Within the context of career guidance, sex bias is defined as
any factor that might influence a person to limit=wor might

" cause others to limit--his or her considerations of a career
solely on the basis of gender,l

the working definition expresses the primary concern that career alter-

natives not be limited by bias or stereotyped sex roles in the world

of‘work.2 The guidelines represent a more specific definition than

,A’ v
4
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-previously available of the many aspects of sex fairness in interest
inventories and related 1nterpretive, technical, and promotional mater—
ials, The issues identified in the course of quideline development

are dealt with in commissioned papers to be published by the U, S,

Government Printing Office as a book, Issues of Sex Bias and Sex Fair-

ness in Career Interest Measurement, available from the Career Educa-

tion Program, National Institute'of Education, Washington, D. C.
20208, in March 1975.

The term "career interest inventory," as used in these guidelines,
refers to various fo;mal procedures for assessing educational and voca-
tional interests. Tne term includes but is not limited tolnationally
published inventories. The interest assessment ptooedures;may have
been developed for a variety of putposes and for use in a variety of
settings. The settings include educational and employment-related
settings, among others, and the uses include career oounseling.oareer
exploration. and employee selection (although the latter may also in~
volve other issues of sex bilas in addition to those discussed here).

The guidelines do not represent legal requirements. They are in-

tended as standards a) to which we believe developers and publishers
should adhere in their inventories and in the teohnioal'and interpre-

tive materials that the American Psychological Association (APA)

Standards for Educational and Peychologieal Tests  (1974) requires them
to produce, end b) by which users should evaluate the sex fairness of

available inventories. There are many essential guidelines for'intex~

est inventories in addition to those relating to sex fairness. the




guidelines presented here do not replace concerns for fairness with

regard to various ethnic.or socioeconomic subgroups. The guidelines

are not a substitute for statutes or Federal regulations such as the .
| Equgl Eﬁploymeht Opportuhity Commission (EEOC) selection gﬁidélings
(1970) and Title IX of thé Education amendments of 1972 (1972) , or for
other techniéél requirements for tests and inQentories such as those
found in thé APA standards. The guidelines tﬁﬁs»represent standards
with respect to sex fairness, which supplement these otﬁer standards.
The guidelinés address interest inventories and related services
and materials. However, sex bias can_enter the career exploration or
decision proéess in many wayg oéher than through interest inventoxry
. materials. Several of the guidelines have clear implications for
other materials and processes_related‘to career couﬁseling, career ex- 1
ploration, and careef decision-making. fThe spirit of the guidelines
~ should be applied to all partsfofvthese procésses.
The guidelihes are presented here in three sections: I, The In-
._venﬁcry Itself; II, Technical Informgtidn: 11T, Interpretive Informa=

tion.
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The Inventory Iltself

x:

B.

.

D.

"B

| The same interest inventory foxm should be used for both males

and females unless it is shown empirically that separate forms
are more effective in minimizing sex bias.

Scores on all occupations and interest areas covered by the in-

. ventory should be given for both males and females, with the sex

composition of norms--i.e., whether male, female, or combined sex
norms~--for each scale clearly 1nd1cated. |

Insofar as posssble, item pools should reflect experiences and
ac:twitmes equaliy familiar to both females and males. In in-
‘stances whére this is not curiently possible, a minimum require-
ment is that the number of i£ems generally favored by each sex be
balanged. Further, it is desirable that the balance of items
‘favored by each sex be achieved within individﬁal scales, within
the limitations imposed by validity considerations..
Occupational titles used in ‘the inventory should be presented in
gender-neutral terms (e.g., letter catrier instead of mailman)o
or both male and female’titles should be presented (e.g., actor/
actress) .

Use of the generic "he“.or "she" should be eliminated throughout

the inventory.




I,

Technical Informati- a

A,

B. .

C.

D.

L E.

Technical materials provided by the publisher should describe how
and to what extent these guidelines have been met in the inven-
tory and supporting materials.

Technical information should provide the rationale for either sep~
arate.soales by sex or'combined-sex scales (e.g., critical differ-
ences in male-female response rates that affect the validity.of-
the soalea vs. similarity of response rates that justify combining

data from males and females into a single scale).

- Even if it is empirically demonstrated that separate inventory

forms are more effect;ve in minimizing sex blas, thus justifying

their. use, the same vocational areas should be 1ndloated for each

. BeX.

Sex. compos;tlon of the criterlon and aoxm groups should be in~-

- cluded in descrlptions of these groups. Furthermore, reporting

of scores for one sex on scales normed or constructed on the

basis of data from the other sex should be supported by evidehoe

of validity=-=if not for each scale, then by a pattern of evidence
of validity established for maies and females scored on pairs of
similar scales (male-normed and femaleénormed, for the same occu~
pation).

Criterion groups, norms, and other relevant data (e.g., validity,
reliability, item'response rates) should be examined at least
every five years to determine the need for updating., New data

may be required as occupations change or as sex and other charac




F.

G.

teristics of persons enterlng occupatmons changes Text manuals

A.highesﬁ scores on the inventory) are distributed for samples of

Steps should be taken to investigate the validity of interest in=-

82

should clearly label the date of data: ccllectmcn for crmterion or
norm groups for each occupation.
Technical materials should include information about how sug-

gested or implied career options (e.g., options suggested by the
typical respondents of each sex.
Ventcries for minority groups (differentiated by sex). Pub~- -

lishers should describe comparative studies and should clearly

indicate whether differences were found between groups.
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D,

Interpretive Information

' The user's manual provided by the publisher should describe how

and to what extent ﬁhese'guidelines have been met ih the inven-
tory and the supporting materials.

Interpretive materials for test users and respondents (manuals,

profiles, leaflets, etc.) should explain how to interpret sco?es

resultihg from separate or combined male and female noms or
criterion‘groups. o
Interpretiee materials for interest inventory scores should point
out that the vocational interests and choices of men and women
are lnfluenced by many environmental and cultural factors, in=-

cludlng early socialization, tradltlonal sex-role expectations of

society, home-versus-career confllct, and the experiences typical

. of women and men as members of various ethnic and social class

 groups.

Manuals should recommend that the inventory be .accompanied by

" orientation dealing with possible influences of factors in C

B,

above on men's and women's scores. Such orientation should en-
courage respondents to examlne stereotyplc "gets" toward activie
ties and occupations and should help respondents to see that
there is virtually no activity or occupation that is exclusively
male or female.

Interpretive materials for inventories that use homogeneous
scalee, such as healtﬁ and mechanical, should encoufage both

sexes to look at all career and educational options, not just




G.

H.

I.

J.
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tﬁose traditionaily associated with their sex group, within thé
broad areas in wﬁich thei: highest scores fall.

Occupational titles used in the interpre;i§e materials and in the
interpretation session should be stated in génder—hegtfal terms
(e.g., letter carrier instead of mailman) or both male and femalg
titlés should be presented (e.g., actor/actreés). |

The written disdussiong in the interpretive materials (as wéll'as
all inventory text) shpuid be stated in a wéy which overcomes the
impression preséhtly embedded in the English language that a)
people in general éfe of the -male gender, and b)lcertain social
roles are automaticallf sex~linked.

The user's manﬁal a) should staté clearly that all.jobs aée ap-
propriaté for qualified persons of either sex; and bf should. .
attempt to dispellmyths about women and men in the world of work
that:are based on sex-rolé.stereptypes. Futthermoré; ethpic oc-

cupational stereotypes should not be reiﬁforced.

‘The user's manual should address possible uger biases in regard

to sex roles and to their possible interaction with age, ethnic
group,‘and social class, anq\should caution against transmitting

these biases to the respondent or reinfbrcing the respondent's

own biases.

Where differences in validity have been found between dominant

' and minority groups (differentiated by sex), separate interpre-

tive procedures and materials should be provided that take these

differences into account.

1




K. Interpretive materials for respondent and user should encourage
. exploratory experiences in areas where interests have not had a

chance to develop.

L. ‘InterpretiVe materials for persons re«entériné-paid emploYment ox
education and persons changitq'careers or entering post-retire-
ment careers should give special attention to écore interpreta~
tion in terms‘of the effects of ygars of stereotyping and home- .
cgreer conflict, tﬁe noxms on which thé sédres_are based, and the
options such individuals might ekplqre oh4the basis of éurrent<‘
.goals and.paét‘experiences ;nd activities. |

M;f Case Studieé and ekamples presented in the interpﬁeﬁive materiélé

| should represent men and women equally and should include but_not‘
.bé limited to examples of each in a variety.of‘non~sterebtypic |
roles, Case studies and éxamples of mature men.énd WQﬁen and of
‘men and women in éifferent socialiciass and ethnic groups-shouldi
also be included Qhere applicable. |

N. Both user's manuals and reSpondent's'materiais should make it

| clear‘that inte?est inVentofy scores provide only one kind of
helpful information, ané,that this information sho&ld always be
considered together with other relevant infdrmétion~~skills,lad~
complishments, favored activities, experiences, hobbfes, influ-
ences, other test scores, and the 1ikg4~in ﬁaking any career de=
cisi;n. However, the possible biases of these variables shéuld

also be taken into consideration.
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Footnotes

or a comprehensive analysis of the many forms in which sex bias ap-

pears in written materials, the reader is referred to the guidelines

of Scott, Foresman and Company (1972).

2An ai;ernétive interpretation of sex bias'has been suggested by

 Dr. Dale-érediger and Dr. Géry-HanSon. It defines_sexvrestrlétiVeness
in interest inVehtory reportiﬁg procedures and indicates up@ef what
conditions sex restricéiveﬁess is evidence of sex bias. In summary,
it can be stated as follcwé:

An interest inventory is sex-restrictive to the degree
that the distribution of career options suggested to males
and females as a result of the application of scoring or

- interpretation procedures used or advocated by the publigher
is not equivalent for the two sexes. Conversely, an inter-
est inventory is not -sex-restrictive if each career option
covered by the inventory is suggested to similar proportions
of males and females. A sex~restrictive inventory can be
considered to be sex~biased unless the publisher demon-
strates that sex-restrictiveness is-a necessary concomitant
of validity. ' ' ,

Still another interpretation has been suggested by Dr. John L. Holland:

An inventory is unbiased when its experimental effects
on female and male respondents are similar and of about the
same magnitude-~that is, when a person acquires more vocaw
tional options, becomes more certain, or learns nmore about
himgelf (herself) and the world of work.... The principles
can be extended to any area of bilas by asking what differ-
ences proposed revisions of inventories, books, teacher and
counselor training would make.

A fuller explanation of both of these interpretations will appear in

Issues of Sex Bias and Sex Fairness in Career Interest Measurement

(U.8. Governmment Printing Office, 1974, in press).
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